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Lifelong learning is one of the concepts that can help employee to make improvement of 
them in working life. These concept also make realized all worker that education is most 
important to change or improve their performance in organization and also can give effect 
to others surrounding.  The aim of study is to know the effectiveness of lifelong learning 
and to know it will effect to worker performance or not. The factors that will involved in 
lifelong learning which is factor of skill, improvement of knowledge and factor of 
qualification.  This study will help employee to involve in continuing education to get more 
benefit such as can be more proactive and can improve confident level in negotiation during 
managing the project or business. The other objective is to identify the most dominant 
factor that will contribute to worker performance. So respondent comprising the student 
that further studies in Open University Malaysia (OUM) were selected as a samples. The 
targeted respondent is 66 of people as a samples.The anlysis has been testing by using 
Pearson correlation to know the relationship between two variables. The result of  the 
analysis show that there are relationship of lifelong learning and effect to worker 
performance This research done with the regression analysis for hypothesis testing. The 
researcher would like to suggest some recommendation for further studies to prove that 
lifelong learning is very important in working life. It include quality of work or confident 
level in proposed more language in working life. Hopefully that these factor can help in to 












Pembelajaran sepanjang hayat adalah salah satu konsep yang boleh membantu pekerja 
untuk membuat penambahbaikan daripada mereka dalam persekitaran kerja. Konsep ini 
juga membuat semua pekerja sedar bahawa pendidikan adalah yang paling penting untuk 
mengubah atau meningkatkan prestasi mereka dalam organisasi dan juga boleh memberi 
kesan kepada orang lain di sekitarnya. Tujuan kajian adalah untuk mengetahui 
keberkesanan pembelajaran sepanjang hayat dan tahu ia akan memberi kesan kepada 
prestasi pekerja atau tidak. Faktor-faktor yang akan terlibat dalam pembelajaran sepanjang 
hayat yang merupakan faktor kemahiran, peningkatan pengetahuan dan faktor kelayakan. 
Kajian ini akan membantu pekerja untuk melibatkan diri dalam pendidikan berterusan 
untuk mendapatkan lebih banyak faedah seperti boleh menjadi lebih proaktif dan boleh 
meningkatkan tahap yakin dalam rundingan dalam menguruskan projek atau perniagaan. 
Objektif lain adalah untuk mengenal pasti faktor yang paling dominan yang akan 
menyumbang kepada prestasi pekerja. Jadi responden yang terdiri daripada pelajar yang 
melanjutkan pelajaran di Universiti Terbuka Malaysia (OUM) telah dipilih sebagai sampel. 
Responden yang disasarkan adalah 66 orang sebagai anlysis samples.kajian ini telah dikaji 
dengan menggunakan korelasi Pearson untuk mengetahui hubungan antara dua 
pembolehubah. Hasil analisis menunjukkan bahawa terdapat hubungkait antara 
pembelajaran sepanjang hayat dan kesan kepada prestasi pekerja. Kajian ini dilakukan 
dengan meggunakan ‘regression analysis’ untuk ujian hipotesis. Penyelidik ingin 
mencadangkan beberapa cadangan untuk kajian lanjut untuk membuktikan bahawa 
pembelajaran sepanjang hayat sangat penting dalam persekitaran kerja. Ia termasuk kualiti 
kerja atau tahap keyakinan dalam penggunaan bahasa di dalam persekitaran kerja. Mudah-
mudahan bahawa faktor ini boleh membantu dalam memberi kesan kepada prestasi pekerja 
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This chapter consists of background of study, problem statement, research objectives, 
research questions, and research hypotheses, scope of study, significance of study, 
operational definition and expected result. 
1.1 BACKGROUND OF STUDY 
The aim of study is to find out the relationship of Lifelong Learning and effect to 
the worker performance. Based on the previous studies, there are effects of performance to 
the worker related with this concept because of their aim to help worker to improve 
themselves in managing the project. The function of finding solution which is to update the 
learning process to became more innovative and then to impress other to joining the 
educational programmed. 
The sources of studies can be found from several sources such as article, journal, 
news paper and others. The sources can be helping to identify the problem or issues related 
with lifelong learning. According the source by Gerhard Fischer, lifelong learning can 
create the challenges to understand, explore and support a new essential of learning in 
education to expert in learning on demand and self-directed learning. The lifelong learning 
also requires understanding of the worker in manage the activity in the project and related 





theories to manage their work. This education programmed can help the worker to be more 
proactive and success during dealing with their client.  
 
1.2 PROBLEM STATEMENT 
Based on the studies, the aim of research is to identify the problems that are related 
with these concepts. Lifelong learning education involves the education for individual to 
make improvement such as the knowledge can improve the individual to communicate and 
sharing their idea with confident among other. The improvement can help them to 
transform the information during working with other.  
That why the research is developing to determine the problem include in the 
education. These concepts of lifelong learning develop to help adult to get more 
information and improve themselves through this education especially to the worker. 
Sometime the worker failure to make changes in their career because of lack of knowledge, 
low level of confident and so on.  
These concepts also focus on how to change the perception of adult worker about 
the basic skill. The basic skill in work which is language uses, literacy and poor 
participation among other worker if they work in group. Literacy means the ability of 
people to written information to function in society to achieve goal and to develop 
knowledge.  
According Dr Nik Hasnaa N. Mahmood, (2011) the education of learning faced 
with issues of effective implementation such as English language, poor participation, lack 
of training and assessment and recognition issues. 
The lifelong learning also consist the issues of point of lifelong learning for 
democratic or policies because of the past of lifelong learning is develop based on 
democratic but now, it is changes because of the important of this concept based on 
learning economy. The aim of the development is formation of human capital to change the 





The education for adult also concern about problem in the information age which is 
they has lack of creativity and innovation, lack in technology, and coping with change. So 
this concept must be supporting to make changes to the people, especially worker in 
overcome the problem to improve the quality in their life. 
1.3 OBJECTIVE OF STUDY 
1) To determine relationship between lifelong learning and worker performance 
2) To identify the most dominant factor that contribute to worker performance 
 
1.4 RESEARCH QUESTION 
 
1. Does a lifelong learning concept will give impact to worker performance? 
2. What the most dominant factor those contribute to worker performance? 
1.5 HYPOTHESES 
As specific statement of expected outcomes of an experiment, the hypotheses explain 
the correlation between two variables in such way testable predictions in the study. 
 HO: there is no significant relationship between independent variables and dependent 
variables 
H1: there is significant relationship between independent variables and dependent 
variables 
1.6 SCOPE OF STUDY 
This study will examine the relationship of lifelong learning concept and effect of 
worker performance. The workers who are joining part-time studies will be choosing as 
respondent in the studies. Then, the scope of study that we choose located in Open 
University Malaysia (OUM) at Kuantan, Pahang. Worker involve will be responsible for 
the questionnaire session to evaluate the level of effectiveness of lifelong learning concept 
and it will effect to worker performance or not. This studies also to know about worldview 








1.7 SIGNIFICANCE OF STUDY 
The study focuses about correlation between the concepts of lifelong learning with 
worker performance. The aim of study to know the effectiveness of lifelong learning to 
worker and either it will be effected to worker performance or not. Then, the aim of study is 
to improve quality of work among worker in organization. 
Besides that, the research also to identify the problem and issues related with the 
concept of lifelong learning and then can give impact to the worker performance. The study 
also can explain in specific about the problem and the ways to reduce the problem related 
with the worker. 
There are so many factors that affect to the result of the studies such as the skill, 
improvement of knowledge and qualification factor. Then the learning programmed is 
developing to help the worker to reduce the problems that often occur in the workplace. 
Therefore, the study developed to know the effectiveness of this concept among worker. 
 
1.8 OPERATIONAL DEFINITION 
1.8.1Concept of lifelong learning 
Education for employability and national economic growth 
One approach to conceptualizing lifelong learning claims it is concerned with 
promoting skills and competences necessary for developing general capabilities and 
specific performance in work situations. Skills and competences developed through 
programs of lifelong learning such as through training or full time education and are 





well they can adapt their general and particular knowledge and competences to new 
tasks. This analysis found that more highly educated and skilled workforce will 
contribute to a more advanced and competitive economy. 
However, there is much more to be derived from stressing the necessity of lifelong 
learning for all than merely its economic imperatives. As Smethurst, (1995) said, what 
does not come out of the statistics is that, in order to succeed in life, in the world, in 
history, you need not just academic skill but personality, independence of mind, and 
autonomy of spirit Lifelong learning also covered about knowledge, skill, attitude and 
behavior that people acquire in their day experiences to improve their learning. (Dunn, 
E., 2003) 
Generally, the concept of lifelong learning is one of ways to learning especially to 
adult worker. Older people learning means they can continue in developing and 
achieve themselves on personal level, also have greater autonomy and be more active 
and productive to give as contribution in society. The concept of learning can give 
influence to your quality of life. It was one way to improve the quality of work and to 
look the opportunities to learn more about the scope of work.  The programmed start 
implemented to give changes to people to achieve their objective.  
Lifelong learning concept also provided an intellectual basis for a comprehensive 
understanding of education as a continuing aspect of everyday life. The concept of 
Lifelong learning also important because the concept as supportive process to people 
which is to develop more knowledge and build some new skill, values and 
understanding about their scope of work. Then the worker that interested with the 
learning can try to upgrade their confident level and creativity about how to handle the 
job with better. 
1.8.2 Worker performance 
The job related activities expected of a worker and how well those activities were 
executed. Many business personnel directors assess the employee performance of each 
staff member on an annual or quarterly basis in order to help them identify suggested 





defined as the behavior or action of the worker do in their job to achieve the goal in 
organization. 
 
1.9 EXPECTED RESULT 
The outcome of this research is to analyze relationship between lifelong learning 
and effect to worker performance and also to determine the most dominant factor that 
contribute to worker performance. The research will be contribution to all of worker to 
grab the opportunity to improve them to achieve the best performance at workplace 
because of the education can make changes in person life. For example, they can be 
influenced about skill, knowledge and qualification, language and behavior of worker. 
Besides that, this study can give contribution to worker to improve their quality of 




























This chapter will discuss about literature review of these research. The literature review 
in this research is about the past research on lifelong learning concept and related to effect 
of worker performance. The research focus more about adult education which is how the 
worker can improve their quality of work it is had effect to their performance if involve in 
these education.  The research also will allow the worker to improve their skill in manage 
the job with more confident. These learning can help them to be knowledgeable worker.  
2.1 DEFINITION OF LIFELONG LEARNING 
The concept of lifelong learning provided an intellectual basic to increase 
understanding of education as a continuing aspect in daily life. Now, this concept provided 
as mechanism for exclusion and control. Means there are issues about less of knowledge in 
economic which is those who are low in level of skill and lack of updating about 
surrounding will difficult to find the job (Eduard Lindeman, 1926). 
The adult worker with age of 25-40 who were enrolled for short- term learning at 
educational institution or undertaking part-time courses such as distance learning or had 
been involved in vocational training (Hillage et al., 2000). 
A successful country with advance economy and society needed citizens with strong 





in a lifelong learning process. An individual should have goal and desire to continue the 
education to learn about personal development and growth in which to improve them to 
create a stronger economy to the country (Cerrero, Wilson & Associates, 2001). 
Lifelong learning is keys for educational development and it as guiding principle in 
education and training policies. According Lisbon European Council, (2000) European 
government has been creating several strategies as to become dynamic and improve 
competitive economy in their country. Others, they want to introduce the best of economic 
growth and social cohesion to other country. Then they introduce lifelong learning concept 
as element to develop long-term strategy and core component in European as model to 
success in economic growth. 
Based on European Union (EU) memorandum, lifelong learning is very important 
because North Country assume that this concept basically to promoting active citizenship 
through their knowledge, skill, values and attitude in employment and work. 
The concept of lifelong learning divided by three type such as formal, informal and 
non-formal of education. According Rose Maria Torres (2002), formal education is the 
larger coverage in North Country which includes childhood education and adult education 
for the average of citizen choose while non-formal education usually the ways that learner 
should practice in their own right. For example they have been attending the seminar or 
short-term training to gain more knowledge or to share some idea with other. Informal 
education also becomes part of organized learning. Based on Tissot, P.,(2004) non-formal 
learning is planned activities that are not fully focus on learning, but which contain an 
important learning scope such as vocational skills that we use at workplace. The aim of 
lifelong learning is personal purpose to improve their adaptability and to fulfill personal 
objective, social purpose and civic purpose such as to be more active citizenship and 
increase employability (Irakli Gvaramadze, 2007). 
Lifelong learning also became key concept in educational to guiding and training 
the learner to improve their performance. These concept of learning can be learn through 
informal, formal and other studies to gain more knowledge and improve the new skill. The 





while informal learning which is structured on the job training. This concept is applicable 
in multicultural learning society based on theory practices approach of learning. Informal 
learning also include under twelve month and employee will received any training such as 
courses, private lessons, correspondence courses, workshop, on-the-job training and so on 
(International adult literacy survey (IALS), 1994/95). 
This concept also related with pillar of lifelong learning such as learning to how, 
learning to be, learning to do and learning to learn and ability of each learner to keep 
learning the knowledge that they has to practices in their workplace.  
Lifelong learning also reliable can update and upgrade the knowledge of its citizen 
to meet their challenges of globalization such as how they manage their job especially 
related with modern information communication and technology (ICT) with their customer. 
According Gerhard Fischer, Lifelong learning also include approach training and then pass 
over them by supporting learning of realistic, open- ended and ill defined problem. The 
approaches can support multiple learning opportunities include to explore more about 
practical application of knowledge, informal of learning, professional and industrial 
training.  
2.1.1 Definition of Learning 
According A. Jenkins, A. Vignoles, A. Wolf and F. Galindo- Rueda, (2002), 
learning can be relate with practicing, reading or studying about something to know in 
deeply. Learning also related with taught, guided or instructed by other people to help the 
individual to understand about what they learn. The learning can be effect to you to help 
develop new skill, gain more knowledge, understanding and ability to understand of 
something. Process of learning can be dividing by 3 ways such as face-to-face, by 
technology and feedback. 
Learning also means as education or training because it can be learn to improve 
yourself in gain some knowledge or to do practice in your life such as in business or during 
manage something. Learning can be use or practice in two ways such as short term or long 





their achievement at work. The learning can help them to create some innovation in process 
of product or service in industry because they can expose some idea based on training or 
during practices in education. 
2.1.2 Element of Lifelong learning 
2.1.2.1 Skills 
Skill means ability and capabilities obtain through deliberate and the systematic 
ways by effort to smoothly and adaptively carryout tough activities or job function involve 
ideas such as cognitive skill, technical skill or interpersonal skill. (Business dictionary.com) 
According (Merriam - Webster.com) skill is the ability or special behavior that 
person have to use knowledge with effectively and readily in execution or performance. 
Lifelong learning is one of ways to improve knowledge and effectiveness. So we need to 
develop skill to change the behavior to be better and to fulfill personal objective. Besides 
that, improvement of skill is to increase ability to achieve successful in working 
environment. 
Based on European view, the skill not only to keep the specific job related skill to 
upgrade, but possess the general competence also contribute to job satisfaction and 
strongest the workplace. The skill can be improved by training or workshop to learn more 
about technical skill, understanding and ways to improve the skill. (Jan Figel’, 2006) 
Skill also to improve communication ways such as oral and writing skill in fact to 
communicate with other as formally and to monitor and adapt the way of communication in 
requirement. The training of skill will test of ability in using different types of text, how to 
search and collect information and then how to formulate and express the information to 
other in special way to attract the attention of other.  
Essential skill for communication in foreign language is important to the worker 
because they can show their ability in spoken message, to understand and fulfill other 
individual needs such as during negotiation with client. Individual also should know to use 





According European older platform (2007) adult worker also need the essential of 
skill such as language, numeracy and literacy to use information and communication 
technology for their importance. There are statement said that skill formation is important 
as one aspect in lifelong learning during in labor market to create some strategy to dealing 
or purchasing in marketplace (Andrew Jenkins & Anna Vignoles, 2002). 
According to Dato’ Seri Mohamed Khalid Nordin (2009), today’s challenging 
situation is the new graduate student no longer sufficient to have knowledge only but it 
necessary for student to gain more skill that will enhance their performance and to fulfill 
prospects of employment. 
2.1.2.2 Knowledge 
Learning of various language will improve knowledge of vocabulary and functional 
of grammar as main type of verbal interaction and register of language. The knowledge can 
help employee to facing with problem in smoothly. For example, dealing with international 
client or competitor need more experience in knowledge to handle them to run the project 
or business easily (Jan Figel’, 2006). 
According to Wilson & Briscoe, (2004) they said that strong relationship between 
education and output level are related to future employees with necessary knowledge and 
skill are important for economic growth. 
2.1.2.3 Qualification 
Assessment of lifelong learning is to establish the qualification and try to assess the 
benefit of qualification in economic through later learning. They are discuss to make 
analysis and monitor the situation in labor market to know either qualification-oriented is 
prioritize or not. The situation will effect to adult learning in employment and their wages. 
This is enabling us to develop this learning to help worker get qualification in job. 
The other sources stated that those who left full-time education with qualification 
more than those who are do not have qualification to have involved in vocational learning. 





qualification. Green, (1999) conclude that some 23 per cent of employee with degree level 
qualification had received training and 20 per cent of those who had A-level qualification 
received the training at vocational training in Britain. 
However, the qualification factor can’t be a one factor that contributes to worker 
performance. According Employment, Labor and Social Affair Committee (2001), they 
were investigating the link between qualification and lifelong learning. Most of educational 
believe about the link between it but until today the link never been proven. This is because 
the middle ground has been unexplored in detailed.   
2.2 Definition of Worker performance 
Worker performance is a core function to assess the knowledge, skill and ability 
that individual has as superiority and talent that they have. Worker performance also 
includes the mission, values and practice standard adopted by the employee to achieve their 
objective with strengthening job performance. The performance can be assessing usually in 
training, coaching and mentoring to help the worker to establish and achieve their goal and 
engage worker in this process. Performance usually indicated by a worker through their 
talent and advantages. Then, assessment will be conducted to determine the level of ability 
that they have. 
Based on Hunter & Hunter, (1984) job performance is important in organization 
because of the importance of productivity produced by capabilities of worker in workplace. 
Performance also should focus on worker attitude or behavior that will affect to their 
performance and capabilities. Performance can be seen as the impact from the activity over 
a given period in individual (Dr. Stefan J.Illmer, 2011). 
Performance also is affected by positive leadership of worker in organization. 
Maritz, 1995; Bass, 1997 and Charlton, (2000) said performance of many individual will 
influence their personality and style of leadership in organization to achieve something or 
goal that will give satisfaction to them. In South Africa, performance is very important in 
businesses because performance will changes anything will occur based on how the 





Worker performance also influenced by confident level of employee during faced 
with client. The spirit and confident that instilled in themselves will be improve their 
performance to be success in workplace. The courage should be applied in self by attend 
the training or soft skill seminar to change the confident level. 
2.2.1 Measurement of job performance 
As we know, job performance is one of the most important thing in organization 
because of usually the organization will evaluate the job performance through employee 
appraisal to all of worker in their company. The organization often measured and then gives 
most attention because of the success or failure of an organization is depend on 
performance of its employee.  
Job performance can be measured through job performance criteria (Austin & 
Villanova, 1992). Performance criteria mean ways to measures of job performance that are 
easily quantified. It’s the one of specific element from job analysis and to develop the 
means to assess level of successful or failure performance. A Job criterion is dividing into 
objective and negative measures of job performance or Means hard and soft performance 
criteria (Smith, 1996; Viswesvaran, 2001).  
Objective performance criteria mean how to measure job performance that can be 
quantified such as time needed to process information. While subjective performance 
criteria which is consist of rating or judgment that are made by individual in organization 
such as manager. Objective performance criteria has main advantages such as less to bias 
and distortion that subjective criteria and more directly tied to bottom line assessment of 
organization success such as number of sales are figure. 
Worker performance can be appraisal to know the level of performance and to 
improve employee performance. Subjective performance criteria will be used when 
objective criteria is unavailable. 
A performance appraisal should follow KSAOs to make sure job perform is 
successful. KSAOs consists knowledge, skill, ability and organization. Other than that, 





performance appraisal that contain element to detract from the accurate assessment of job 
effectiveness. 
2.2.2 Sources of performance rating 
Performance rating is important roles in performance assessment to determine the 
level of worker performance. We also focus on process and method in rating performance. 
Performance will be doing by a worker peer, supervisor, worker themselves or customer to 
know the different perspective on performance assessment. Type of appraiser such as 
supervisor, self, subordinate, peer and customer will give different views and aspect about 
worker performance and maybe offer unique perspective (Conway, Lombardo, & Sanders, 
2001). 
2.2.3 Type of Appraisals 
2.2.3.1 Supervisor Appraisals 
In fact, employee performance has been evaluate by supervisor because of 
supervisors are quiet knowledgeable about job requirement. Supervisor also often provide 
reward for effective worker to give suggestion to improve in job performance. According 
Salgado, Moscoso & Lado, (2003) the test reliability of supervisor rating is quite high.  
2.2.3.2 Peer Appraisals 
Despite the peer rating in performance is quite rare, there are evidence exist that are 
good agreement between performance rating of peers and supervisors (Conway & Hufcutt, 
1996). This is because both of peer and supervisor have opportunity to evaluate worker on 
their job. Since they are emphasize on coordinated work teams, so peer assessment of 
performance may be most important for now and future because tem member exactly know 
about their member performance and will be evaluate with honest. However, there are 
problem arise in peer appraisal of performance such as there is potential for conflict among 
employees who are evaluating each other, especially when peer are compete to scarce job 
rewards (DeNisi, Randolph & Blencoe, 1983). 
 
